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Abstract 
The field of personality or individual psychology has attracted a lot of researchers around the world to devote their 
efforts in conceptualizing, assessing, and establishing the nomological nets of various personality models and 
theories. However, some models and theories of personality are limited in their utilization. For example, there are a 
lot of instances where researchers are unable to derive a clear factor structure when applying the Big Five 
Personality Traits in their research works due to cultural and values incompatibility. Therefore, this paper attempts 
to conceptualize and develop a measure of Islamic Personality Model that addresses the issue of incompatibility 
through the application of both qualitative and quantitative research design. The proposed model will contribute all 
communities in addressing the role of Islamic Personality in psychology related fields.  
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1. Introduction 
Recently, Malaysia has undergone a tremendous development in various areas namely, manufacturing, 
agriculture, retail, business, banking and other types of services. The development has triggered the concerted 
efforts to further improve these areas by formulating the 12 National Key Results Economic Areas (NKREA). One 
of the 12 NKREA is on the educational transformation. The main focus is on the enhancement of Human Capital in 
terms of knowledge, skills and competencies or abilities so that the human capital can contribute effectively to the 
development of our economy and the country as a whole.  
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However, the process of enhancing the human capital cannot be effectively done without the availability of the 
right tools to measure its achievement. To date, there are a lot of existing measures of personality traits but they are 
lacking of one most crucial element of generalization; consistently measuring the construct across various 
populations. Some studies especially those conducted in Asian countries that adapted these existing measures failed 
to obtain a clear structure when conducting a factor analysis. The most probable reason for the occurrence is the 
cultural or values incompatibility. 
A study on cultural discrepancies by Hofstede and Hofstede (2005) involved five cultural dimensions of 
individualism-collectivism, uncertainty avoidance and masculinity-femininity, long term-short term orientation, and 
indulgence-restraint. They found that Malaysia scored low on individualism and high on power distance as 
compared to the US. Due to different cultural orientations or values, there is an urgent need to develop a specific 
model of Islamic Personality that is universal in nature and can explain people behaviour across cultural differences, 
based on the Prophet’s (pbuh) farewell sermon, "All mankind is from Adam and Eve, an Arab has no superiority 
over a non-Arab nor a non-Arab has any superiority over an Arab; also a white has no superiority over black nor 
does a black have any superiority over white except by piety and good action". 
2. Literature Review 
    Among the various literature streams on psychology and human behavior, the Big Five personality traits are 
among the most commonly tested and debated. The Big Five personality traits provide a model of personality 
structure that represents the co-variation among personality traits across individuals. History of the Big Five 
personality factors began with Catell's (1943) identification of 4,500 personality items, which are later trimmed 
down into 35 variables through clustering procedures. These variables formed 12 personality factors which 
eventually became part of his 16 Personality Factors (Catell, Eber and Tatsuoka, 1970). Catell’s pioneering work 
was then replicated and expanded by Norman (1963) who translated them into five factor structures; extraversion, 
agreeableness, conscientiousness, emotional stability and culture. The term 'Big Five' was later chosen by Goldberg 
(1981) to emphasize that each of these factors is extremely broad, abstract and distinct in explaining personality 
characteristics. Goldberg (1992) used a different approach which factors are measured using bipolar adjective scales 
which is proven in terms of internal consistency and replicable factor structure. 
   Costa and McCrae (1992) provided the most comprehensive instrument of 240-item NEO Personality Inventory, 
Revised (NEO-PI-R), which permits measurement of the Big-Five domains. Their early analyses produced the 
ubiquitous Extraversion, Neuroticism and Openness dimensions which described the ‘NEO’ acronym. The model is 
later extended with the inclusion of Agreeableness and Conscientiousness factors in view of the convergence of their 
scale with Goldberg's adjective-based measures of the Big Five. Here, the Big Five is viewed as causal personality 
dispositions, since people have different individual perception based on their adaptation to the social landscape 
(ibid, 1992). However, this five factors model received a fair share of criticisms such as from Eysenck (1992) who 
highlighted that three of the five factors are intercorrelated and not all are factored analyzed at the highest level. 
Eysenck (1991) developed Eysenck’s Personality Questionnaire (EPQR-S) to study personality characteristics by 
assessing three dimensions of personality: extraversion (social, carefree and impulsive), neuroticism (anxiety, 
moodiness and depression) and psychoticism (trusting, warm and helpful). EPQR-S is a continuity of his prior 
personality measures development, which is the Two Factor Model -Extraversion and Neuroticism (Eysenck, 1947) 
and the Three Factor Model – Extraversion, Neuroticism and Psychoticism (Eysenck and Eysenck, 1976). 
   The Honesty–Humility, Emotionality, Extraversion, Agreeableness, Conscientiousness, Openness (HEXACO) 
model was introduced by Ashton et al. (2004) by combining the elements of religiosity and personality into a single 
holistic view. The HEXACO model is assumed to out-predict the Big Five model with regards to a variety of 
variables including materialism, unethical business decisions, workplace delinquency, voting behavior, sexual 
attractiveness, sociosexuality, phobic tendency, psychopathy, narcissism, Machiavellianism, egoism, risk taking and 
humorousness (Aghababaei, 2012). Other notable theories of personality discussed in the human behaviour literature 
streams are the Alternative Five Model of Personality (Zuckerman et al., 1991), and Temperament and Character 
Inventory (Cloninger, 1994). A variety of existing personality measures are also used to study the dimensions of 
personality as antecedents to job performance, work satisfaction, motivation and organizational commitment. 
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Among the prominent ones were the NEO-Personality Inventory (Costa and McCrae, 1985), NEO-Five Factor 
Inventory (Costa and McRae, 1992), IPIP-International Personality Inventory Pool (Goldberg, 1999),RIASEC-
Realistic, Investigative, Artistic, Social, Enterprising and Conventional (Holland, 1997), CEI-Claims Examiner 
Inventory (Arneson, Millikin-Davies and Hogan, 1993), and CPI-California Psychological Inventory (Johnson, 
1997). 
   Each of the personality measures has its own limitations and issues regarding their factor structure: Costa and 
McCrae's (1985) NEO-PI model assumes that there are no effects of culture on personality traits. There is a concern 
of the Big Five's weak replicability in non-Western languages and cultures, especially on the fifth Big Five factor 
(John and Srivastava, 1999). In terms of Goldberg’s (1992) model, construct differences exist between IPIP and 
NEO-PI-R in terms of factor loadings, although both are based on Digman's (1990) Big Five personality theory. A 
study conducted by Karim, Zamzuri and Nor (2009) using Goldberg’s (1992) personality scale found that only two 
factor loadings appeared, and few items are omitted from each of the five conceptualized factors due to high cross 
loadings when the items were factor analyzed.  Despite there were series of studies showing that the same factor 
structure was found in a wide variety of cultures (McCrae and Costa, 1997), recent findings showed that only three 
factors of personality are fully replicable across languages and cultures (De Raad et al., 2010). These prompt 
researchers to establish personality inventories to cater for non-western culture such as the Chinese Personality 
Assessment Inventory (CPAI) and the South African Personality Inventory (SAPI) (Cheung et al., 1996). 
2.1. Islamic Personality Traits 
   More often than not, results from studies on personality in the local context indicate divergence of findings when 
compared with the established Big Five construct. Astudy on Malay personality by Mastor, Jin and Cooper (2000) 
found that items related to Openness and Extraversion facets failed to form a clear factor structure. A study using 
NEO-PI-R in Indonesia (largest Islamic country by population) by Halim, Derksen and van der Staak (2004) 
indicate that there is low internal reliability for some facets of the Big Five inventory, and the Openness to 
Experience domain fail to produce a high congruence coefficient, which the researchers attribute to 'dogmatic 
attachment to values'. 
   The secular idealism stated that it is not necessary to believe in God to develop one's character, maybe because the 
Supreme Being is conceived as an external, negative entity that stands between individuals and their happiness, 
forbidding enjoyable activities and punishing those who engage in them. On contrary, Islam teaches its followers to 
abide to good deeds and avoid destructive behaviour as a part of everyday’s life, whether it’s personal or work 
related. Personality factors were considered as the predictors of religiosity, emotional religion and spirituality 
(Saroglou and Munoz-Garcia, 2008), thus implicating that personality factors and religiosity have similarities, thus 
prompting researchers to discover religiosity in individual's personality. Islam gives merit on personality that 
involves virtue and good deeds, as according to the Quranic verse 87:14: “But those will prosper who purify 
themselves.” Hence, Abbas and Gibbs (1998) stressed that Muslims should engage in good deeds in both business 
and personal life as those who believe and practice Islam will likely be more committed to their organizations and 
presumably more satisfied with their jobs (Yousef, 2001).  
   Extraversion and Openness to Experience domain should be viewed differently in the Muslim social setting, 
especially when women are required to wear hijab (head covers), men and women are prohibited from mingling 
with each other (except for husband/wife or family members), and teachings shouldn’t deviate what has been taught 
1400 years ago via the Quran and Sunnah. When the big five personality is viewed based on the muslim individual 
perspective, person is taught to be responsible and abstain from committing sins (conscientious), patient and 
tawakkal which means whole-hearted (emotional stability), musyawarah which means consultation (agreeableness), 
refrain from being talking unproductively (opposite of extraversion) and display modesty and upheld conservative 
values originally taught by the Quran and the Prophet Muhammad (pbuh) (opposite of openness to experience). 
Taking Islamic precepts and teachings at their face value, one would expect to observe, for instance, teamwork, 
consultative, participative, egalitarian (equality) views among employees in Muslim organizations (Tayeb, 1997).  
These values especially Conscientiousness and Agreeableness are well positioned to become indispensable parts of 
the proposed Islamic personality measure construct. This is supported by Saroglou’s (2010) findings that the 
fundamental personality characteristics of the religious person, regardless of culture, are Agreeableness and 
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Conscientiousness. The need for an Islamic personality measure is clear and justified following scholars’ continuous 
debate on the universality of the personality structure that is defined in the five-factor model, and also the failure of 
the Big Five construct to indicate a five-factor structure when tested in the local context (Karim, Zamzuri and Nor, 
2009). Development and congruence of the Islamic personality measure factor structure, especially among the 
Muslim samples may address this issue. 
2.2. Personality Traits and Performance 
   The rapid change in technology, processes and society requires employees to embrace and manage change in 
themselves. Personality traits which deal with willingness to change, is the source of employees’ individual 
achievement and organization’s competitive advantage (Fugate, Kiniki, and Ashforth, 2004). As a potential 
alternative to the Big Five, the Islamic Personality Trait is worthy of an academic investigation due to the adaption 
of Islamic teachings into employees’ everyday work-related activities. This is in line with Ali’s (2009) study on 
Muslim managers and employees, whereby management practices are strongly influenced by their religious beliefs 
and religious prescriptions. Recent findings by Mohd et al. (2015) also concluded that Muslim managers in Malaysia 
were honest, loyal, disciplined and hard working. The earliest trait approach in predicting job performance was 
conceived by Motowidlo, Borman and Schmit (1997) who viewed personality as individual differences that may 
explain why job performance differs across different types of people with certain personality and cognitive ability. 
Motowidlo and Van Scotter (1994) asserted that individual differences in cognitive ability have stronger predictive 
power on task performance than on contextual performance. However, the personality variable is more positively 
linked to contextual performance as compared to cognitive ability. 
   There are a significant number of studies which confirm that there is unexplained variance of the job performance 
construct. The problem lies within the inability of previous results to explain a large proportion of variance in 
performance when it is tested against personality traits that are treated as the antecedents (Libbrecht, Lievens, 
Carette, and Côté, 2014; Churchill, Ford, Hartley and Walker, 2011; Johnson, Tolentino, Rodopman and Cho, 
2010). In another study, teams with a homogeneous personality structure perform, on average, better than teams 
with a more diverse range of personality traits (Krausert, 2009). Thus, it raises questions on why such performance 
inconsistencies occur when there is divergence in personality traits among employees of a certain group. This 
phenomenon may also serves as a motive for the proposition of the Islamic Personality Trait to be further explored 
and validated, especially in Muslim countries. Job performance has been widely chosen as the focal phenomenon of 
concern and thus the dependent variable among researchers in the areas of organizational psychology and workplace 
behaviour (Sonnentag and Frese, 2002). Thus, job performance is still considered as highly applicable in studying 
employees’ work-related behaviours. This study follows the path of the interactionist perspective and Bandura’s 
social cognitive theory of personality (1999), whereby personality differences of individuals can intermingle with 
situational variables in determining the final behaviour outcomes. 
2.3. Personality Traits and Organizational Commitment 
   The sense of attachment among employees towards the organization with which they are employed is an 
invaluable advantage that cannot be easily achieved with materialistic and extrinsic rewards – a phenomenon 
referred as organizational commitment and involvement. Organizational commitment has the ability to predict job 
performance, organizational citizenship behaviour and turnover (Meyer, Stanley, Herscovitch, and Topolnytsky, 
2002). This means that employees who are committed to the organization are inclined to perform in their jobs, 
involve in extra-roles outside their job requirements, and maintain their current job in the future. Meyer and Allen 
(1991) described the organizational commitment construct by segregating it into three distinguished dimensions 
which are affective, normative, and continuance commitment. Affective commitment is defined as an emotional 
attachment to, identification with, and involvement in the organization. Meanwhile, normative commitment is 
reflected as employees’ perceived obligation to remain. Finally, continuance commitment is experienced by the 
employees as the perceived costs associated with leaving their organization. According to recent studies, 
organizational commitment can be influenced and predicted by customer orientation (Donavan, Brown, and Mowen, 
2014), person-environment fit (Giauque, Resenterra and Siggen, 2014), job satisfaction (Busch, Fallan, and 
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Pettersen, 2012), social bonding (Wang, 2014), social capital (Ellinger, Musgrove, Ellinger, Bachrach, Elmadağ Baş 
and Wang, 2014) and organizational culture (Khalili, 2014). On the other side, high levels of commitment can 
positively affect attitudes and behaviours among employees in organizations (Srivastava, 2013). 
 
   In terms of personality, certain dimensions of the Big Five theory have different impact on organizational 
commitment. Employees who have high levels of agreeableness show an increased level of affective organizational 
commitment (Matzler, Renzl, Mooradian, von Krogh and Mueller, 2011), while extrovert rather than introvert 
employees are more likely to be committed to the organization (Marjani, Manesh and Samani, 2013). Meanwhile, 
Erdheim, Wang and Zickar (2013) found that neuroticism and conscientiousness were both positively correlated 
with continuance commitment. Other than the mainstream Big Five literature, proactive personality was found to 
have positive relationship with the variable concerned (Fuller and Marler, 2009; Morrow, 2011). 
2.4. Personality Traits and Job Satisfaction 
Most scholars agreed that contentment and non-monetary fulfilments are highly valued by employees regardless 
of organizations they are working with.  Because Islam views work as a necessity in balancing a person individual 
and social life, practising Islamic virtues and ethical conduct at work contributed not only to higher performance, 
but also widespread prosperity and societal welfare among employees (Ali and Al-Owaihan, 2008). The positive 
impact of personality trait and job satisfaction is proven in the existing personality-satisfaction literature. For 
example; (1) neuroticism predicted job satisfaction indirectly via the perceptions of goal content (Bipp and 
Kleingeld, 2011); (2) employees who habitually experience higher conscientiousness (positive affectivity) are 
reportedly having higher job satisfaction than those with higher negative affectivity (Templer, 2012); and (3) 
neuroticism plays a prominent role in predicting job satisfaction, followed by conscientiousness and extraversion 
(Judge, Heller and Mount, 2002). Abdulla, Djebarni and Mellahi (2011) contended that existing studies on job 
satisfaction are dominated by individualist Western cultures which irrelevant to Middle Eastern countries dominated 
by the collectivists Muslims. It was also found that employees with high Islamic Work Ethics are more likely to be 
satisfied with their job, especially when they perceive that there is fairness in the procedures of rewards (Khan, 
Abbas, Gul and Raja, 2013). Hazrati’s (2013) study among teachers’ in Iran found that their personality features can 
actually predict job satisfaction. In this regard, Islamic personality may explain the variance in job satisfaction when 
the study is conducted among the Muslim population. 
3. Conceptual Framework 
   Based upon the literature review, the nomological nets of the Islamic Personality Model include organizational 
commitment, job satisfaction and job performance as the outcomes of the Islamic Personality Trait construct. The 











                                               Figure 1. The proposed Islamic Personality Model framework 
Individual Differences Individual Work Outcomes 
Islamic Personality Traits Job Performance 
x Organizational 
Commitment 
x Job Satisfaction 
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4. Conclusion 
4.1. Theoretical Contribution 
       This research is predicted to invaluably contribute to the existing literature, particularly because there is 
comparatively more research on HRM in Islamic countries than HRM from an Islamic point of view (Mellahi and 
Budhwar, 2010). A valid and reliable model of Islamic Personality will be established for the benefit of research 
community in the field of human resources and personnel psychology. The establishment will enrich the existing 
theories of personality where some of them are having psychometric issues. Sometimes, there is blessing in disguise 
as the recurring issues in the existing measures of personality traits pave the way for the new measure to be 
developed and utilized as an alternative. Besides, an initial parsimonious framework of the Islamic Personality 
Model shall inspire other researchers to increase the comprehensiveness of the model by including certain 
contingent or intervention variables that may yield better explained variance to the outcomes. It is imperative to also 
compare this study with other Islamic countries for better understanding and provide better generalization as well as 
generating further theorizing of this framework.       
4.2. Practical Contribution 
       Since the existing measures of personality traits are inconsistent in measuring the intended constructs, the newly 
developed measure is expected to fill in the gap by providing the tool to reliably measure the constructs. The HR 
managers might find it useful in assessing and selecting the right job applicants for the right job vacancies as it is 
expected to correctly discriminate the candidates according to their traits. In terms of achieving national objectives, 
the Islamic Personality Model serves to reinforce Malaysia’s position as a global role model of a modern and 
progressive Islamic nation. The instrument can be applicable across various public and private agencies who 
employed majority of Muslims into its workforce, and translated into identification and appreciation of employees 
who uphold the best Islamic practices and values in work. By practising the true virtues of Islam, Malaysia has the 
potential to reduce corruption and wastage in procurements and expenditures, while at the same time preventing 
malice and deviant workplace behaviours among its employees working in both the public and the private sectors, as 
been mentioned in the Quran (9:119), “O you who believe! Fear God, and be with those who are true (in word and 
deeds).”  
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